Texas Education Agency
Standard Appllcatlon System (SAS)

'General Appropnatlons Act Artacle III ‘Rider 47, 83 47 83 Texas o .”.#(IJ.RTEA USE ONLY
Legislature wiite NOGA ID here:
Grant period: April 1, 2014, to August 31, 2016
Application deadline: | 5:00 p.m. Central Time, Thursday, January 23, 2014 Placs date ;'_‘h_i"g""““”- =
Submittal Four complete copies of the application, at least three with R o ro
information: original signature (blue Ink preferred), must be received no later o - o
than the aforementioned time and date at this address: L= = S
Document Control Center, Division of Grants Administration S ™ D
Texas Education Agency : 3 e
1701 North Congress Ave i LY
Austin TX 78701-1494 R Y
Contact information: | Tim Regal: Tim.Regal@tea.state.tx.us -3 =
(512) 463-0961 e
Part 1: Applicant Information . * .

Organization name Vﬂendb.r ID #.' Mai'ling address line 1

Richardson ISD - CothEeT ot 76-8002311- 0 700 S Greenville Ave S

Mailing address Ilna 2 _ - City _ _ State ZIP Code
e o URichardson s TX 75081-

County- US Congressional

District# Campus number and name ESC Region#  District # DUNS #

057916 - 10 32nd 041087255

Primary Contact

First name M. Lastname _ Title

Kim Lo Y iRller s e s o Executive Director

Telephone # S _ _Emall address ) o FAX #

469-593-7466 o Kimfuller@risd.org - I .. 469-593-7408

Secondary Contact

First name S MI Lastname - _ Title

Kimberly T L APickens i E Executive Director

Telephone # Emall address FAX #

469-593-0516 & s T -Kamberiy plckens@nsd org _ e 469-593—0515
Part2 Certlﬁcatlon and lncorporation : 13_'-1'.- S L

| hereby certify that the information contained in thls apphcahon is, to the best of my knowledge correct and that the
organization named above has authorized me as its representative to obligate this organization in a legally binding
contractual agreement. | further certify that any ensuing program and actlvity will be conducted in accordance with all
applicable federal and state laws and regulations, application guldelines and instructions, the general provisions and
assurances, debarment and suspension certification, lobbying certlfication requirements, special provisions and
assurances, and the schedules attached as applicable. It is understood by the applicant that this application
constltutes an offer and, if accepted by the Agency or renegotiated to acceptance, will form a binding
agreement.

Authorized Official:

First name _ M.l.  Lastname _ Title

Kay .. S Waggoner - : : Superintendent
Telephone # _ _ ~ Email address _ FAX#
469-593-0401 s Kay.waggoner@risd.org o 469-593-0402
Signature (blue ink preferred) Date signed

Oniy the legally responsible parfy may sign this appiication.

RFA #701-14-101; SAS #181-14 701-14-101-070  poge1ot3s
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Téxas Education Agenc Standard Application System (SAS)

County-distn‘ct number or vendor |D: 057916 . Amendment#(foramendments only):

Part 3: Schaau[es Required for New ﬁ "nded Appilcations B
An X in the “New” column indicates a required schedule that must be subm;tted as part of any new appllcatlon The
applicant must mark the “New" checkbox for each additional schedule submitted to complete the application.

For amended applications, the applicant must mark the "Amended” checkbox for each schedule being submitted as part
of the amendment.

Sch;dule Schedule Name :‘?thcauo:;ﬁ;ed
1 General Information % &
2 Reguired Attachments and Provislons and Assurances N/A
4 Request for Amendment N/A =0
5 Program Executive Summary 54 E
6 Program Budget Summary X
7 Payroll Costs (6100) X O]
8 Professional and Contracted Services (6200) % L]
9 Supyplies and Materials (6300) E
10 Other Operating Costs (8400) X
11 Capltal Outlay (6600/15XX) X |
12 Demographics and Participants to Be Served with Grant Funds = E
13 Needs Assessment X
14 Management Plan
15 Project Evaluation
16 Responses to Statutory Requirements X O
17 Responses to TEA Requirements & O

“RFA #701-14-101; GAS #181-14 Page 2 of 39
2014-2016 Educator Excellence Innovation Program



Texas Education Agency Standard Application Systemn (SAS)

e o

County-dlstnct number or vendorID 05?916 ‘__ Amendr-“l”iwent#(for a“rhehdft:lentswon!y):

Part1 Required Attachments_ o : - v
The following table lists the fiscal- related and program- related documents that are reqmred to be submitted with the

application (attached to the back of each copy, as an appendix).

# I Applicant Type Name of Required Fiscal-Related Attachment
No fiscal-related attachments are reguired for this grant.

No program-related attachments are requ;red for this grant

Part2 Acceptance and’ Com = CSad .
By marking an X in each of the boxes below the authonzed ofﬁcral who sugns Schedule #1—General Information certifies

hls or her acceptance of and compliance with all of the following guidelines, provisions, and assurances.
Note that provisions and assurances specific to this program are listed separately, in Part 3 of this schedule, and

require a separate certification.

Acceptance and Complaance

] certlfy my acceptance of and comp!tance with the General and Fiscal Gwdelmes

| certify my acceptance of and compliance with the program guidelines for this grant.
| certify my acceptance of and compliance with all General Provisions and Assurances requirements.

| certify that | am not debarred or suspended. | also certify my acceptance of and compliance with all
Debarment and Suspension Certification requirements.

X

Page 3 of 39
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Texas Education Agency Standard Application System (SAS)

b : e o ’mesibnm:ssurance'“’ ' '
The appllcant prov;des assurance that program funds will supplement (mcrease the Ievel of serwce) and not
supplant (replace) state mandates, State Board of Education rules, and activities previously conducted with state
or local funds. The applicant provides assurance that state or local funds may not be decreased or diverted for
other purposes merely because of the avallability of these funds. The applicant provides assurance that program
services and activities to be funded from this grant wlll be supplementary to existing services and activities and will
not be used for any services or activities required by state law, State Board of Education rules, or local policy.

The applicant provides assurance that the application does not contain any information that would be protected by
the Family Educational Rights and Privacy Act (FERPA) from general release to the public.

Monitor and ensure practice alignment to ensure that each Educator Excellence Innovation Program (EEIP)

3. | practice works in concert with all other EEIP practices to enhance administrative and educator effectiveness and

efficlency.
4 Monitor and ensure that EEIP practices lead to the improvement in student leaming and student academic
" | performance.
5 The EEIP plan must be developed by the district-level planning and decision-making committee under the TEC,
"~ | Chapter 11, Subchapter F.
6 Approval from TEA prior to modifying the district’s local educator excellence innovation plan practices as they are
" | described in the district's original application.
7 Particlpation In required technical assistance activities established by TEA, including assistance in implementing

EEIP practices.

RFA#701-14-101; SAS #181-14 — Fage 4 of 39
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Texas Education Agency : Standard Application System (SAS)

County-dlstnct number or vendor ID: 057916“:' ) . _ Amendment#(f_or amend_ments only):
‘Part 1:.Submitting:an Amend R S o

This schedule is used to amend a grant appllcatson that has been approved by TEA and |ssued a Notice of Grant Award
(NOGA). Do not submit this schedule with the original grant application. Refer to the instructions to this schedule for
Informatfon on what schedules must be submitted with an amendment.

An amendment may be submitted by mail or by fax. Do not submit the same amendment by both methods. Amendments
submitted via email will not be accepted.

If the amendment is mailed, submit three copies of each schedule pertinent to the amendment to the following address:
Document Control Center, Divislon of Grants Administration, Texas Education Agency, 1701 N. Congress Ave.,

Austin TX 78701-1484,

If the amendment is faxed, submit one copy of each schedule pertinent to the amendment to either of the following fax
numbers; (512) 463-9811 or (512) 463-7915.

The last day to submit an amendment to TEA is listed on the TEA Grant Opportunities page. An amendment is effective
on the day TEA recelves It in substantially approvable form All amendments are subject to review and approval by TEA.

?'Part 2‘ When an; Ame

For all grants, regardless of dollar amount, prior wntten approval is reqmred to make certam changes to the application.
Refer to the “When to Amend" guidance posted in the Amendments section of the Division of Grants Administration Grant
Management Resources page to determine when an amendment is required for this grant. Use that guldance to complete
Part 3 and Part 4 of this schedule

P

:Part 3 Revised Budget LR R -
A B C D
Class/ Grand Total from
Amount Amount New Grand

# Schedule # Object Previously

Code Approved Budget Deleted Added Total
1. | Schedule #7: Payroll 5100 $ $ $ $
2. | Schedule #8: Contracted Services 6200 $ $ $ $
3. | Schedule #9; Supplies and Materials | 6300 3 $ $ $
4. | Schedule #10: Other Operating Costs | 6400 3 $ $ ¥
5. | Schedule #11: Capital Qutlay ?gg)&l $ $ $ $
6. | Total direct costs; 5 3 $ 3
7. | Indirect cost (  %): $ $ $ $
8. | Total costs: $ $ $ $

RFA #701-14-101; SAS #181-14 — Page 6 of 39
2014-2016 Educator Excellence Innovatian Program



Texas Education Agency Standard Application System (SAS)

Line # of Séhedule:m
Being Description of Change Reason for Change

# Amended

RFA#701-14-101; SAS #181-14 Page 6 of 39
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Texas Education Agency Standard Application System (SAS)

5 B e e L
County-district number or vendor ID; 05?918 Amendment # (for amendments only):
:Provide a brief overvie "%}prc}gram yoti plari fo deliver. Refer to the instructions for a description of the requested .
zelements of the summa[yiﬂesponseis limited: to; space.prowded front side only; font size no smaller than 10 poirit Arial.
Richardson Independent School District (ISD) is considered an inner urban district with 55 campuses located in the cities
of Richardson, Garland, and Dallas. District enroliment is 38,284 students in grades Pre-K through 12. Overall, the
students are 58% economically disadvantaged. In recent years, the Richardson ISD has hired approximately 500 new
teachers each fall, many of them with 0-3 years of teaching experience.

The goal of this grant program, the Richardson Educator Advancement Program (REAP), is to meet the new teacher
mentoring needs of campuses district-wlde and to provide additional, extensive developmental support at target
campuses with high needs based on student population and a history of teacher tumover. REAP conslsts of two
components:

1. Mentoring and Recruitment - using research-based mentoring practices all teachers across the district new to
the Richardson ISD will participate in the mentoring program to increase teacher capacity and retention.

2. Educator Development ~ using the Teacher Advancement Program (TAP) Supporting Effective Educators
Development (SEED) all teachers in six high-need campuses (four elementary and two secondary) with large
economically disadvantaged and high minority populations will be targeted for additional, extensive support.
These improvement models and strategies wlll span the entire timeline of the teachers’ careers.

These six campuses already have the teacher advancement models in place with the needed support system
and experienced staff to continue. Administrators and teachers at each campus were provided a thorough
program review and given the choice as to whether or not the campus would participate. There was a high level
of support for the pregram and that buy-in has grown, as documented by observations, surveys, retention rates,
and successful student achievement.

These components are designed to attract, retain, and motivate the best talent to the teaching profession in order to
advance student achievement, especially on high-need campuses defined by low student achievement and high
concentrations of minority and economically disadvantaged students. The current expenses are funded through the
Teacher Incentive Fund (TIF) grant and the District Awards for Teacher Excellence (DATE) grant. With TIF funds
decreasing each year and the ending of the DATE funds, the EEIP grant funds are needed to supplement the
continuation and expansion of these innovative teacher advancement practices at Richardson I1SD.

An initial step for the REAP will be to hire a professional leader to coordinate recruitment, Induction (mentonng) and
development. Candidates for the Coordinator of Recrultment, Induction, and Retention position will need a minimum of
three years campus-based or district-wide leadership experience, a successful record of working with and supporting
new teaching staff, and knowledge of current research and best practices for teaching professionals.

The REAP includes all required and the preferred practices as described in the EEIP grant application. Below is an
overview of each practice with specific detalls provided in Schedule 16.

Induction_and Mentoring — Richardson }SD will pair new teachers with mentors who either teach the same subjects or
who are In the same grade level. Through the System for Effective Educator Development (SEED) structure, principals
will provide time weekly for the mentor teacher and new teacher to collaborate. Weekly Collaborative Leaming

| Communities_(CLCs) also allow for timely, job-embedded training on a consistent basis, Collaborative Leaming Leaders
(CLLs) wlll serve as informal mentors to provide support in other critical areas to help retain effective teachers. CLLs will
provide master teaching coaching on best instructional practices; observe and evaluate teacher performance; and
provide individualized support based on formative and summative evaluation data from student achievement, student
growth, and teacher observations. Their relationship will create a strong learning environment through continuous
learning, reflecting, and dialoging. High-guality professional development on the campus increases teacher efficacy, job
satisfaction, and collegiality which in turn impact recruitment and retention of effective teachers in high-need schools.

RFA #701-14-101; SAS #181-14 Page 7 of 39
2014-2016 Educator Excellence Innovation Program



_ Texas Education Agency Standard Application System (SAS)

County-district number or vendor ID: 057916 ' Amendment # (for amendments only).
Provide a brief overview of the program you plan to deliver. Refer to the instructions for a description of the requested
elements of the summary. Response is limited to space provided, front side only, font size no smaller than 10 point Arial.

Evaluation —Multiple observations will be conducted using the Stronge Teacher Effectiveness Performance Evaluation
System (TEPES). TEPES uses the Goals and Roles Performance Evaluation Model® developed by Dr. James Stronge
for collecting and presenting data to document performance based on well-defined job expectations. TEPES allows
evaluators to examine multiple measures, including instruments, classroom artifacts, and student surveys. Teachers will
be evaluated through both announced and unannounced observations by multiple evaluators. The evaluation team
includes the campus principal and the Collaborative Leaming Leader, peer evaluator. Using multiple evaluations
provides a higher degree of objectivity and feedback from multiple sources. Each teacher will be observed at least once
during the fall semester and once during the spring semester. All formal observations will include a classroom
observation of at least 20 minutes. Informal observations and walk-throughs will also be used in teacher evaluations and
may be of shorter duration. Teachers and evaluators recelve training on this system prior to Implementation.

Professional Development and Collaboration - Timely, job-embedded training will occur at the campus level on a
conslistent basis during the course of the grant using the SEED model. Teacher leaders, known as Collaborative
Leaming Leaders (CLLs) and Collaborative Learning Facilitators (CLFs), will work with instructional staff on their campus
to target areas of need identified through student achievement data and teacher evaluation scores. Campus principals
and teacher leaders will be required to ensure that weekly professional development is provided that incorporates new
instructional strategies gleaned from these data. All teachers will be required to use their evaluation results to develop
skills that increase his/her proficiency. The CLLs and CLFs serve as mentors and developers of pedagogical strategies.
These teacher leaders will create the content used in weekly CLC meetings and use data from the classroom to help
create strategies that will be applicable to the students that they serve, The SEED structure provides opportunities for
educators to improve effectiveness through individualized need in a collaborative environment. These needs are
identified through the evaluation process. In addition, the SEED structure employs multiple forms of data to drive
professional development content and negate an adversarial approach and instead promote an environment in which all
teachers can glve and recelve feedback

Strategic Compensation and Retention — Richardson 1SD willl provide addltional compensation for teachers who are
deemed effective through the teacher evaluation system, as well as teachers who take on additional responsibilities and

leadership roles through the SEED model. Recruitment incentives will be given to teachers in hard-to-staff subject areas,
Performance-based financial rewards for teachers are based on three components: teacher observation scores, school-
wide academlc growth, and individual academic growth. Teachers must be deemed “effective” or higher in order to be
eligible for performance based compensation. Teachers are eligible for a performance-based award of up to $2,000 per
year. The six identified campuses currently under the TIF are provided with strategic compensation for Collaborative
Leaming Facilitators (CLFs), and Collaborative Leaming Leaders (CLLs). These career pathways provide a stipend of
$5000 per year for CLFs and $10,000 per year for CLLs.

Recruiting and Hirlng — The Coordinator of Recruitment, Induction, and Retention will conduct a comprehensive analysis
of recent hires. This analysis will help identify and target future recruiting sites and certification programs (i.e. alternative
certification programs) that can potentially yield additional hires. Additionally, the analysis will identify the number of
graduates from each university program as well as the graduates’ certifications, race/ethnicity, and gender. The
Coordinator of Recruitment, Induction, and Retention will have the authority to provide a recruitment incentive to
shortage areas in the amount of $1,000 to $5,000.

Career Pathways — This program allows teachers to pursue a variety of positlons throughout their careers
(CLFs/mentors and ClLLs/master teachers) depending upon their interests, abilities and accomplishments. As they
move up the ranks, their qualifications, roles and responsibilities increase along with their compensation. These teachers
are chosen through a competitive, rigorous, performance-based selection process. This allows good teachers to
advance professionally without having to leave the classroom. Career pathways create expert teacher leaders within
schools to provide support to other teachers.

~RFA #701-14-101: SAS #181-14 Page 8 of 39
2014-2016 Educator Excellence Innovation Program



weifold LOIBACUL| LB} EIXS J0jeonps 9102102

6E jo 5 abed Pl-18L# SVYS L0L-PL- 104 V4
:uostad jjers y3 Ag Aﬁm:aoaam se m_e_uv m_mEm?mtmco;am”mﬂ m_>
2ED S UO RETETES ﬁmg HUOD uaag m>w: ‘ab6ed m_E o, mmmcmzo

‘81509 pagpy) Buyabpng jo asodind ayj Jo) mmm_om JUBLIPUBLIE UB JLIGNS JoU oQ Juelb aip o} pabieyo
aq o} tapie ul uoieoidde JusiB ayy ul paalipng ag o) painbais jou B4e S)S02 JOBRPU] JUNOLWE PIEME JURIS 3y) 0} UCHIPRE Ul JoU ale A3t "JuNOWE pieme EEm 12103 aul Jo Hed ale Asyl ‘paulB dJE SIS05 JaaNpw
§ vopeaydde uetb auy u panosdde pue pajebpng junowe ay) jo ssajpiebas ‘wajsAs Suipoda) ainypuadxe a8y ul pauodal uaum seinpuadxe [BNOE UO paseq pasinquia: pUe pAJeINI|eD BIB SIS0 10MPY| 3 LON

Am<wv Emww?w coamozagdu piepue}s
Aouaby uoneonpg sexa]

: . ‘51509 JoRNpU BUipnjoul 'S]502 maﬁam_:u:wnm 10} 9|qeMo|je JUNOLLE WNWIXEU 8L} 81 SIYL
0000018 000°00L$ Ns$21 Aty 19U JBHOP 9|0UM }SBJEaU 3} 0} UMOp punol pue Aldningy
oL = 0l x :(%01) wesBoid sy} Joj paysijgeisa §jS0D SAlRNSIUILIPE Uo N abejusciad
000°000°L$ 000'000'L$ ‘pajsanbe Junowe Juesb [ejo} ay) Jejugy
Z lea) 1 Jeaj
UORENJ[ED 150D aApenS|UuUpY :
P ‘ ‘ . . . {(Lwinoo yoea
000'000'1$ £06'22$ L60'L26% 000'000'1$ £06'22$ 160°L26$ il SaulUB [fE PPE) 51500 pe1aBpNa Jo (210} PUEIS)
£06'22% £06'ces VIN £06'22$ £06'2Z% VIN (810U oos) SIS0 BEIPU| %ebeiusdisg
L60°216% 0% LB0'LIBS 460'216% 0s 1B0'2/8% ”mwmoo Pelp elel
XX51 (x%51/0099)
0% 0% 03 0% 0s 0% /0099 Aeing enden b L# BInpayag
] i + 5 AOO¢®V W—MOU
L1088 03 Ly1'0ES L¥1'0ES 0$ Ly1'0E$ 00¥9 Bupesadg e | OH# SINPRUdS
. _ _ . ] (00EQ) sleue
000'05% 0% 000'05% 000°'05% 0% 000'0G3 :00£9 pue sajddng 8 anpauyog
{00z9)
goo'ezs 0% 000'€Zs 000'eZs 03 oo0'ces 0029 | S8lAag papRIUDD 8# ampayos
puE |BUOISSB)01d
056'c.8% 0% 056'628% 056'€.8% 0% 056'c48% co 19 | (0019 siso) jjoihed L# |Inpayog
51500 51509 51500 8)509) 51500 apon
( _mmﬁ.mmn:m T SISO Uitipy joaig weibold 1pang uﬁmmm:m_ jejo) UIIPY 10840 wesboid paic | pelgo aniL #9[Npaydg
AsHierg = viivie) g Jeap L Sl VLEIB =YY, : S| B8RO
. Alewuing 1a6png 1| ped
62 :9p00 puny o102 1t umzm:,q yBnouyy ‘pioz ‘| dy pouad paloig
ainje|siBa sexa ,e8 'Ly 18P ‘[l BI2HY 1oy suoneudoiddy jeisuag Auoyine wesboid
RS meEv:mEm 104} # Juswupusuy _ 916450 (1} JOpuUaA 10 taquinu jouisip-Ajunas




Texas Education Agency
Standard Application System (SAS)

County-district number or vendor ID; 057916 Amendment # (for amendments only):
Estimated | Estimated
# of # of
Employee Position Title P[ﬁ:g;,ns ngg(',?,/:"‘" Year 1 Year 2
Grant Grant
Funded Funded

Academic/instructional - SRR L N -

1 | Teacher 30 30

2 | Educational aide 30 30

3 | Tutor 30 $0
/Program Managementdnd Adminigtration . . % ot 0

4 | Project dlrector 30 $0

5 | Project coordinator 30 $0

6 | Teacher facilitator $0 $0

7 | Teacher supervisor $0 $0

8 | Secrefary/adminlstrative assistant 30 50

9 | Data entry clerk $0 $0

10 | Grant accountant/bookkeeper $0 $0

11 Evaluator/evaluatlon specual!st 30 $0
/Auxiilary - e i .

12 Counseior 30 50

13 | Soclal worker $0 $0

14 | Community liaison/parent coordlnator 30 $0
Other Employee Pogitions R Ty _ '

15 | Coordinator of Recruitment, induchon and Retenhon 1 $83,000 $83,000
16 | Titie $0 $0

17 | Title $0 $0

18 Subtotal employee costs: | $$83,000 | $83,000
/Substitute, Extra-Duty. Pay, Beriefits Costs .~ i e SRR

19 | 6112 | Substitute pay $100,500 | $100,500
20 | 6119 | Professional staff extra-duty pay $611,000 | $611,000
21 | 6121 | Support staff extra-duty pay $0 $0

22 | 6140 | Employee benefits $79,450 | $79,450
23 { 681XX ¢ Tultion remission (IMEs only) 30 $0

24 Subtotal substitute, extra-duty, benefits costs | $790,950 | $780,950
o5 Grand total {Subtotal employee costs plus subtotal substitute, extra-duty, bzg:gt)sf $873,950 | $873,950

For guidance on when to submit an amendment for changes to salary amounts in line items and a list of unallowable costs,
see the guidance posted in the “Amendments” and “Grant Management Resources” sections of the Divislon of Grants

Administration Grant Management Resources page

MF"age 10 'of ."59
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Texas Education Agenc

County-district number or vendor ID; 057916
NOTE: Specifying an individual vendor in a grant application does not meet the applicable requirements for sole-source
providers. TEA's approval of such grant applications does not constitute approval of a sole-source provider.
Expense [tem Description Year 1 Year 2
6269 gentgl or lease r?f buildings, space in buildings, or land $0 $0
pecify purpose:
Contracted publication and printing costs (speclfic approval required cnly for
6299 | nonprofits) 30 $0
Specify purpose:
a. Subtotal of professional and contracted services (6200) costs requirlng specific
approval: $0 30
_ - Protdssional Services, Confracted Services, or Subgrants Less Than $10,000
# Description of Service and Purpose S‘::uhbegc:; |]1ft Year1 Year 2
1 L] $ $
2 | $ $
3 ] $ $
4 ] $ $
5 | $ $
6 ] $ $
7 [l 3 $
8 Ol $ $
9 [ $ $
10 1 $ $
b. Subtotal of professional services, contracted services, or subgrants less than
$10,000; %0 30
- Professlonal Services, Contracted Services, or Subgrants Greater Than o Equal to $10,000
Specify topic/purpose/service: i [ Yes, this is a subgrant
Describe topic/purpose/service:
Contractor's Cost Breakdown of Sarvice to Be Provided Year 1 Year 2
1 Contractor’s payroll costs | # of positions: $ 3
Contractor's subgrants, subcontracts, subcontracted services $ b
Contractor's supplies and materials 3 $
Contractor's other operating costs § $
Contractor's capital outlay (allowable for subgrants only) $ $
Total budget: 30 $0

'RFA #701-14-101; SAS #181-14
2014-2016 Educator Excellence !nnovation Program
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County-District Number or Ve: 057916 T Amendment number (for amendments only):

“F -4 Professlondl Servites; Contracted Seivices; or:Subgrants Greater Than or Equal to $10,000 {cont.)
Specify topic/purpose/service: | L] Yes, this Is a subgrant
Describe topic/purpose/service:

Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor’s payroll costs | # of posltions: $ $
2 | Contractor's subgrants, subcontracts, subcontracted services 3 $
Contractor's supplies and materials 3 3
Contractor's other operating costs $ $
Contractor's capital outlay (allowable for subgrants only) $ $
Total budget: 30 $0
Specify toplc/purpose/service: [] Yes, this is a subgrant
Describe topic/purpose/service:
Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs j # of positions: $ $
3 | Contractor’s subgrants, subcontracts, subcontracted services $ 3
Contractor's supplies and materials $ $
Contractor's other operating costs $ $
Contractor's capital outlay (allowabie for subgrants only) 3 $
Total budget: _ $0 30
Specify topic/purpose/service: [1Yes, this is a subgrant
Describe topic/purpose/service:
Contractor's Cost Breakdown of Service to Be Provided Year1 Year 2
Contractor's payroll costs | # of poslitions: $ $
4 | Contractor's subgrants, subcontracts, subcontracted services 3 3
Contractor's supplies and materials 3 3
Contractor’s other operating costs $ :
Contractor's capital outlay (allowable for subgrants only) 3 3
Total budget: $0 30
Specify topic/purpose/service: [7] Yes, this is a subgrant
Describe topic/purpose/service:
Contractor’s Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs # of posltions; $ 5
5 | Contractor's subgrants, subcontracts, stbcontracted services 3 $
Contractor's supplies and materials $ $
Contractor's other operating costs $ $
Contractor's capital outlay (allowable for subgrants only) $ $
Total budget: 30 $0

RFA #701-14-101; SAS #181-14 T Page 12 of 39
2014-2016 Educator Excellence Innovatian Program



Texas Education Agency Standard Application System (SAS)”

County -District Number or Vendor ID: 057916 Amendment number {for amendments only):

i il ProfesslonaliServices, Contracted Services, or Subgrants Greater: Than or Equal to $10,000 (cont.)
Specufy topic/purpose/service; | [] Yes, this is a subgrant
Describe topic/purpose/service:

Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs | # of positions: 3 $
6 | Contractor's subgrants, subcontracts, subcontracted services b $
Contractor's supplies and materials $ $
Contractor's other operating costs $ 3
Contractor's capital outlay (allowable for subgrants only) $ $
Total budget: $0 30
Specify topic/purpose/service: [_1 Yes, this Is a subgrant
Describe topic/purpose/service:
Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs | # of positions: 3 $
7 | Contractor's subgrants, subcontracts, subcontracted services 3 $
Contractor's supplies and materials $ $
Contractor's other operating costs 3 $
Contractor's capital outlay (allowable for subgrants only) $ 5
Total budget: $0 $0
Specify topic/purpose/service; [] Yes, this is a subgrant
Describe topic/purpose/service:
Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs # of positions: 3 $
8 | Contractor's subgrants, subcontracts, subcontracted services $ 3
Contractor’s supplies and materials 5 $
Cantractor's other operating costs 3 $
Contractor's capital outlay (allowable for subgrants only) $ 3
Total budget: %0 30
c. Subtotal of professional services, contracted services, and subgrants $0 $0
greater than or equal to $10,000:
a. Subtotal of professional services, contracted services, and subgrant $0 $0
costs requiring specific approval:
b. Subtotal of professional services, contracted services, or subgrants $0 $0
less than $10,000:
¢. Subtotal of professional services, contracted services, and subgrants $0 $0
__greater than or equal to $10,000:
d. Remalining 6200—Professional services, contracted servlces or
subgmnmgmat do ot require specific approvalr .} $23000 | $23000 |
(Sum of lines a, b, ¢, and d} Grand total $23,000 $23,000

For a list of unaliowable costs and costs that do not require specific approval, see the guidance posted on the Division of
Grants Administration Grant Management Resources page.
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Amendmen number {for amendments only).

Expense Item Description

Technology Hardware—Not Capitalized

# Type Purpose Quantity ggsitt Year 1 Year 2
1 $
6389 { » $
3 $ 50 $0
4 3
5 $
6399 | Technology software—Not capitalized $0 $0
6389 | Supplles and materials associated with advisory council or committee $0 $0
Subtotal supplies and materials requiring specific approval: 30 $0
Remalning 6300—Supplies and materials that do not require specific approval: | $50,000 $50,000
Grand total: | $$50,000 $50,000

For a list of unallowable costs and costs that do not require specific approval, see the guidance posted on the Division of
Grants Administration Grant Management Resources page.
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Ame;ident number (for amendments only):

County-District Number or Vendor ID: 057916
Expense ltem Description Year 1 Year 2
6411 Out-of-state travel for employees (includes registration fees) s 3
Specify purpose:
Travel for students (includes registration fees; does not include field trips): Specific
6412 | approval required only for nonprofit organizations. $ $
Specify purpose:
Stipends for non-employees (specific approval required only for nonprofit
6413 | organizations) 5 $
Specify purpose:
Travel for non-employees (includes registration fees; does not include field trips):
6419 | Specific approval required only for nonprofit organizations $ $
Specify purpose;
Travel costs for executive directors (6411); superintendents (6411), or board
6411/ | members (6419): Includes registration fees $ $
6419 . .
Specify purpose:
6429 | Actual losses that could have been covered by permissible insurance $ 3
6490 | Indemnification compensation for loss or damage 3 $
6490 | Advisory councillcommittee travel or other expenses 2 $
Membership dues in civic or community organizatlons (not allowable for university
6499 | _applicants) [ ]
Specify name and purpose of organization:
Publication and printing costs—if reimbursed (specific approval required only for
6499 | nonprofit organizations) 3 3
Specify purpose:
Subtotal other operating costs requiring specific approval: $ $
Remaining 6400—Other operating costs that do not require specific approval: | $30,147 $30,147
Grand total: | $30,147 $30,147

In-state travel for employees does not require specific approval. Field trips consistent with grant program guidelines do not
require specific approval. See TEA Guidelines Related to Specific Costs for more information about field trips. For a list of
unallowable costs and costs that do not require specific approval, see the guidance posted on the Division of Grants
Adminlstration Grant Management Resources page.
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| Amendmen number (for amen ments only)." 7

15XX Is only for use by charter schools spansored by a nonprofit organlzation.

# Description/Purpose

Quantity

Unit Cost

Year 1

Year 2

6669/15XX—Library Books and Medla (capitalized and controlled by library)

1]

N/A

N/A

$0

$0

66XX/15XX~-Technology hardware, capitalized

W~ Mo fta]|Md

10

1

H|er | n | la ||

€0 €N A AR A n|a(p

66XX/15XX-—Technology software, capitalized

12

13

14

15

16

17

18

R R AR R IR A AT ] R R de AR R J R TR AR R R R

66 XX/15XX—Equipment, furniture, or vehicles

19

20

21

22

23

24

25

26

27

28

A A A | AN B | alen

Rl R R R R AR Y B R AR R 6760 R AN

£ |€0 | ER €A |ER | | R |R R |en €116 | €A h| R R

their value or useful life

66XX/15XX—Capltal expendltures for Improvements to land, bulidings, or equipment that materlally Increase

29 |

$

3

Grand total:

30

30

For a list of unallowable costs, as well as guldance related to capital outlay, see the guidance posted on the Division of

Grants Administration Grant Management Resources page.
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County-district number or vendor ID: 057916 | Amendment # (for amendments only):

Part 1; Student Demographics. Enter the data requested for the population to be served by this grant program. If data
s not available, enter DNA. Use the comments section to add a description of any data not specifically requested that is
important to understanding the population to be served by this grant program.

Total enrollment: 38,284
Category Number Parcentage | Category Percentage
African American | 8,505 22% Attendance rate 96%
Hispanic 15,314 40% Annual dropout rate {Gr 9-12) 2%
: TAKS met 2011 standard, all tests (sum of all
0, 1 0,
White 10,686 28% grades tested; standard accountability indicator) 86%

TAKS commended 2011 performance, all tests 259,

Asian 2,634 % (sum of all grades tested)

Egg‘jg‘:’t:gg ’ 22,012 58% Students taking the ACT andfor SAT 75%
:;rgéﬁceinlirzfgspr; 9,490 259% S;ir:gg QSST score (number value, nota 1512
B:gée:;gig 80 <1% Q;rir:rg‘;; Q\ST score (number value, not a 294
Comments

The numbers in the table above represent the total enroliment for the district. The mentoring component of the REAP
will include teachers district-wide, new to the district. The teacher advancement component is targeted to six high-need
campuses (four elementary and two secondary) with large economically disadvantaged and high-minority populations.

Slx Target Campuses Economically Disadvantaged Minority

Audella Creek Elementary 87% 96%

Carolyn G. Bukhair Elementary 98% 98%

Forest Lane Academy 87% 96%

Thurgood Marshali Elementary 90% 97%

Forest Meadow Junior High 69% 83%

Liberty Junior High 75% 89%
Part 2: Teacher Demographics. Enter the data requested. If data |s not available, enter DNA.
Category Number Percentage | Category Number Percentage
African American | 271 11% No degree 4 <1%
Hispanlec 290 12% Bachelor's degree 1878 74%
White 1881 74% Master's degree 655 26%
Asian 52 2% Doctorate 18 <1%

|-1-5-years-exp- | 1045 e | A1 | Avg, SBlaRY, 1-5 yeArs exp.......{ $48,190 . ANA

6-10 years exp. 664 26% Avg. salary, 6-10 years exp. $49,959 N/A
11-20 years exp. 535 21% Avg. salary, 11-20 years exp. $52,036 N/A
g:;r 20 years 311 12% Avq, salary, over 20 years exp. | $58,361 N/A

Changes on thls paQ;a havé T On this date:
Via telephoneffax/email {circle as appropriate) By TEA staff person:
RFA #701-14-101; SAS #181-14 Page 17 of 39
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SGraphics and Part Wil Grant Funds (cont) |
County-district number or vendor 1D: 057916 | Amendment # (for amendments only):
Part 3: Students to Be Served with Grant Funds. Enter the number of students in each grade, by type of schaol,
projected to be served under the grant program.

School Type (g_:(” K 1 2 3 4 5 6 7 8 9 10 | 1 12 | Total
Public 1624 | 3258 | 3328 | 3186 | 2975 | 2836 | 2930 | 2765 | 2838 | 2738 | 2821 | 2504 | 2327 | 2154 | 38284

Open-enrollment
charter school

Public institution

Private nonprofit

Private for-profit
TOTAL: | 1624 | 3258 | 3328 | 3186 | 2075 | 2836 | 2930 | 2765 | 2838 | 2738 | 2821 | 2504 | 2327 | 2154 | 38284

Part 4: Teachers to Be Served with Grant Funds. Enter the number of teachers, by grade and type of schooi,
projected to be served under the grant program.

School Type (55) K 1 2 3 4 5 6 7 8 9 10 | 11 12 | Total
Public 156 | 169 | 173 | 175 | 170 | 171 | 181 | 185 | 220 | 190 | 166 | 158 | 163 | 160 | 2437
Open-enroliment
charter school

Public institution

Private nonprofit

Private for-profit
TOTAL: | 156 | 169 | 173 1 175 | 170 | 171 | 181 | 185 | 220 | 190 | 166 | 158 | 163 | 160 | 2437

‘Changés‘ on thls page have been confirmed with: = On this date:
Via telephoneffax/emall (circle as appropriate) By TEA staff person:
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County-dlstnct number or vendor ID: 057916 | Amendment # (for amendments only).

Part 1: Process Description. A needs assessment is a systematic process for identifying and prioritizing needs, with
“need” defined as the difference between current achievement and desired or required accomplishment. Describe your
needs assessment process, including a description of how needs are prioritized. Response is limited to space provided,
front side only. Use Arial font, no smaller than 10 point.

The Assistant Superintendent of Human Resources who is responsible for overseeing recruitment, hiring, and
induction (mentoring) collects extensive data to identify needs. Data is collected through vehicles such as
interviews, meetings, informal dialogues, administration and teacher surveys, teacher exit surveys, district-
wide staff climate surveys, and focus groups. In addition, local, State, and National data resources are
utilized. The District Planning Committee considers the identified needs and prioritizes them for intervention.

The recent Richardson ISD Annual Performance Report highlighted three critical items in relation to our
teaching staff from data provided by the State.

» Teacher tumover rate has increased, moving from 11.9% in 2011-2012 to 17.8% in 2012-2013. This
represents a 50% increase in just one year.

e There was a large percent increase in the proportion of beginning teachers going from 5.1% in 2011-
2012 to 7% in 2012-2013. This is a 37% increase.

« The largest decrease in teachers by years of experience was in the 1-5 year groups with the
percentage going from 37.2% of all teachers in 2011-2012 to 33.7% in 2012-2013. This shows a 9%
decrease. Many of these were new teachers with less than four years of experience.

For the last couple of years, Richardson [SD has exceeded the State average for teacher tumover. In 2012-
2013 the Richardson ISD turnover rate was 17.8% while the State average was 15.3%. This data was

provided by the State using PEIMS data.

Richardson ISD also collects and analyzes data locally through the Human Resources Department on
recruitment activities, needs surveys, teacher exit surveys, etc. Districts in urban areas, like Richardson ISD,
face a significant challenge due to hiring competitiveness between nearby districts. There are at least 10
school districts within driving distance competing to fill teaching vacancies. Currently, the district lacks an
ahility to compete with surrounding districts that also offer early commitments of employment coupled with a
pay incentive. The grant will provide the district with the ability to compete with other districts and offer
teachers an additional pay incentive to experienced teachers who are willing to serve in high-needs schools
and/or critical need areas.

Based on the alarming trends in teacher retention, especially new teachers, the district planning committee
prioritized this as a critical need. Specific goals were added to the District Improvement Plan. The
Richardson ISD Board of Trustees has set the goal for teacher turnover to be at 13% or less. Each campus
has an action plan for supporting new teachers.

Meeting this goal will require a robust, comprehenswe program at the district level. The Rlchardson Educator
Advancement Program (REAP), described in this application, would fuifill this critical need and result in higher
retention of quality teachers and improve student instruction.

Changes on this page have been confirmed with:

Via telephoneffax/email (circle as appropriate) By TEA staff person:
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4 County-district number or vendor 1D 057916

| | Arﬁendment#(foféméndments dhly):

Part 2: Alignment with Grant Goals and Objectives. List your top five needs, in rank order of assigned priority.
Describe how those needs would be effectively addressed by implementation of this grant program. Response is limited
to space provided, front side only. Use Arial font, no smaller than 10 point.

#

ldentified Need

How implemented Grant Program Would Address

A quality process to quickly build teacher capacity for
increasing student growth.

The Richardson Educator Advancement Program (REAP)
would provide a district-wide program of innovative
practices with enhanced models for recruitment,
preparation, hiring, induction, evaluation, professional
development, compensation, career pathways and
retention.

Increased retention rate of qualified teachers in the
targeted schools, especially new teachers. The
district target is to have a 13% or less turnover rate.

REAP processes identify mentors and lead teachers to
develop coaching and nurturing relationships with the
teachers, especially those that might be struggling.

Multiple observations, dialogue, and reflection time allow
the teacher to quickly receive assistance and support for
any aspects needed. Mentees also cbserve the mentor for
demonstrations of skills and classroom techniques.

A teaching environment at the targeted schools that is
more collaborative and collegial. Instructional teams
feel a sense of "team” and share responsibility for
student learning challenges and successes.

The REAP is built upon a philosophy of inclusiveness. All
practices emphasize the value of teacher success which
leads to student success. Besides the district-wide
activities, each campus has a written plan for assisting
new teachers to acclimate and succeed. Teachers are
aware of who to contact for any type of help and
encouraged to do so. School schedules allow for
collaboration and professional development opportunities.

A strong learning support structure for new teachers,
veteran teachers, mentors, and school administration
to provide knowledge, experience, tools, processes,
and resources.

The REAP is a comprehensive program that recognizes
and supports teachers and administrators on all levels,
throughout their careers. The Mentor Coach/Teacher
would coordinate program practices, resources, and tools
on the campus level to ensure staff members know who to
contact and what is available. District communication
tools, such as Edline, would provide Q&A lists and
discussion boards.

Career path options for all teachers that allow them to
continue in the classroom, while being promoted to
higher roles and responsibilities with added
pay/benefits,

Funding for the REAP allows for teachers to receive
stipends for taking on additional campus responsibilities.
These lead teacher positions, such as mentor and master
teacher, allow the teacher to move up a career ladder
without leaving the classroom. This is good for everyone,
especially the students. This path provides recognition for
the additional value demonstrated by the teacher and
encourages continual growth and learning.

Changes on this page ﬁévedb.eten confirmed with:

On this date:'. .

Via telephoneffax/femaii (circle as appropriate)

By TEA staff person:
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i b . Schedule #14~ManagementPlan -
County-district number or vendor ID: 057916

| Amendment # (for amendments only):

Part 1: Staff Qualifications, List the titles of the primary project personnel and any external consultants projected to be
involved in the implementation and delivery of the program, along with desired qualifications, experience, and any
requested certifications. Response is limited to space provided, front side only. Use Arial font, no smaller than 10 point.

# Title Desired Qualifications, Experience, Certifications
Assistant Doctorate in Education Leadership. Expertise in all aspects of human capital
1. | Superintendent Human | management. Extensive experience at the campus and district level for recruiting,
Resources selection, induction, mentoring, retention, and succession planning.
: . Master's degree. Experience with Federal and State grant compliance requirements.
2. (E;:ﬁ;j;nve Director of Ability to manage budgets, oversee program timelines, maintain stakeholder
communications, complete progress reports, and direct program evaluations.
Coordinator of Master's degree. Minimum of three years campus-based or district-wide leadership
3. | Recruitment, Induction, | experience. Successful record of working with and supporting new teaching staff.
and Retention Knowledge of current research and best practices for teaching professionals.
Part 2: Milestones and Timeline. Summarize the major objectives of the planned project, along with defined milestones
and projected timelines. Response is limited to space provided, front side only. Use Arial font, no smaller than 10 point.
# Objective Milestone Begin Activity End Activity
Development 1. | Hire Coordinator for REAP (#3 In Part 1 above) 04/01/2014 04/25/2014
district-wide 2. | Develop Mentor Program Handbook 04/25/2014 06/26/2014
1. | mentoring program | 3. | Develop Mentor Program Training Materials 04/25/2014 06/26/2014
to build teacher 4. | Develop Mentor Program Principal PD 04/25/2014 06/26/2014
capacity. 5. | Provide PD for Principals 07/14/2014 06/01/2015
Implement district- | 1. | Delineate characteristics/responsibilities of mentors 04/25/2014 05/09/2014
wide mentoring 2. | Recruit mentors for 2014-15 056/12/2014 06/05/2014
2. | program to build 3. | Match mentors/mentees 07/28/2014 (8/08/2014
teacher capacity. 4. | Train mentors/mentees 08/11/2014 08/15/2014
5. | Support mentors/mentees 08/11/2014 06/01/2015
Recruit highly 1. | Conduct a comprehensive analysis that identifies 08/01/2014 10/01/2014
qualified teachers areas of high need and establishes a recruiting plan
to high-needs 2. | Provide training to recruiters each semester that 08/01/2014 02/15/2015
positions. ensures implementation of the recruiting plan
3 3. | Develop a handbogok that commurnicates the 10/01/2014 01/01/2015
' District's critical need incentive plan
4, | Attend job fairs at sites that yield a high number of 02/01/2015 06/01/2015
graduates with certifications in critical areas
5. | Develop an evaluation document for all aspects of 06/01/2015 09/15/2015
the recruiting plan
Continuation of 1. | Hire CLL/ICLF Teachers (6/09/2014 06/26/2014
teacher 2. | Train CLL/CLF Teachers 07/14/2014 07/18/2014
4, | advancement 3. | Write Student Learning Objectives (9/08/2014 10/17/2014
program at 4, | Support Collaborative Learning Communities (8/25/2014 ongoing
targeted campuses | 5 | Determine Value-Added Student Growth 05/11/2015 05/22/2015
Reflections and 1. | Evaluate overall school performance at TIF4 06/01/2015 09/15/2015
surveys for ~I'schools (STAAR test results and Surveys) o ;
evaluation of 2. | Evaluate teacher retention at TIF4 schools 06/01/2015 09/15/2015
5. | programs. 3. | Evaluate mid-year and end-of-year results from the 02/01/2015 09/15/2015
Mentoring Survey results
4. | Evaluate Campus Climate Survey results 02/01/2015 09/15/2015
5. | Evaluate Student Engagement Survey results 06/01/2015 09/15/2015

Grant funds will be used to pay only for activities occurring between the beginning and ending dates of the
grant, as specified on the Notice of Grant Award.

For TEA U

' C'hénges on this page have been conﬁrméé With: On this date:
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County-district number or vendor |ID: 057916 | Amendment # (for amendments only):

Part 3: Feedback and Continuous Improvement. Describe the process and procedures your organization currently
has in place for monitoring the attainment of goals and objectives. Include a description of how the plan for attaining
goals and objectives is adjusted when necessary and how changes are communicated to administrative staff, teachers,
students, parents, and members of the community. Response is limited to space provided, front side only. Use Arial font,
no smalier than 10 point.

The Assistant Superintendent of Human Resources will be respensible for monitoring all recruiting, hiring, and induction
(mentoring) processes. The Executive Director of Grants will serve as the grant project's fiscal manager, providing
budgetary accountability, program complfance, submitting all required grant reports, ensuring program quality, and
coordination of local, state, and federal funds. The district’s accounting grant manager will menitor and process all

expense activities.

The Coordinator of Recruitment, Induction and Development will be directly responsible for all action items and leading
continuous improvement efforts. All training sessions for mentors and administrators will be documented through
announcements, agendas, participant sign-in sheets, and end-of-session evaluation feedback forms. The Coordinator
will closely monitor the project timeline to ensure activities are progressing as approved and objectives are being
accomplished. The Coordinator will receive monthly updates from the campus mentors on the attainment of
goals/objectives and feedback on areas of concern. The Coordinator will provide the Assistant Superintendent and
Executive Director with a formal debrief of what is working well and what needs improvement menthly, Based upon
feedback, the Coordinator will adjust the program details as needed after consultation with all stakeholders. Changes to
the program will be communicated to the administrative staff through the Superintendent Advisory Council; to the
teachers through meetings and emails; and to other stakeholders through the district website, emails, and campus

meetings.

Pre- and post-year focus groups with representatives from central office administration, campus administration, mentors,
and beginning teachers will be conducted to obtain in-depth qualitative feedback regarding program activities and
implementation. The end-of-year Professional Development Survey distributed district-wide includes questions about
support received by beginning teachers and mentors and will be used to make needed improvements to the program,
Part 4: Sustainability and Commitment. Describe any ongoing, existing efforts that are similar or related to the
planned project. How will you coordinate efforts to maximize effectiveness of grant funds? How will you ensure that all
project participants remain committed to the project's success? Response is limited to space provided, front side only.
Use Arial font, no smaller than 10 point.

The Richardson Educator Advancement Program (REAP) provides funding for the continuation and expansion of three
existing programs already in place in Richardson ISD: RISD mentoring program, Teacher Advancement Program (TAP),
and Supporting Effective Educators Development (SEED). These programs provide effective strategies and campus
models to address teacher retention,

Richardson ISD has substantial experience with complex projects and each year manages over $100 million in State
and federally funded pregrams. Richardson ISD has all the personnel necessary to conduct large-scale projects with
total fiscal responsibility. The Grants and Entitlement department is in place to ensure funds are used effectively and in
accordance with all guidelines. Richardson ISD has been selected repeatedly over the years for grants because of its
successful history. Richardson ISD proudly serves as demonstration sites for several programs. Richardson ISD was
the first district in Texas selected for the Teacher Advancement Program (TAP).

Richardson ISD stakeholders on all levels are committed to the value of these strategies and activities that will provide
the foundation for REAP. A survey was done in November 2013 to collect feedback from mentors, mentees, and
campus administrators. Responses were highly positive with generally 80-90% of the respondents answering positive
to each item. The results, however, communicate a strong need for coordination of the mentor program at the district
level as well as training for mentors and administrators. REAP will address all areas identified for improvement.

in addition, specific strategies and goals on teacher retention have been added to the Richardson ISD District
Improvement Plan which is overseen by the Richardson 1SD Board of Trustees. This demonstrates the high level of
priority placed on the success of this program. Implementation and results will be closely monitored.

‘ Changes oh this ;.J.ége ‘h‘ave been confirmed with:
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RFA #701-14-101; SAS #181-14 Page 22 of 39
2014-2016 Educator Excellence Innovation Program



Texas Education Agency Standard Application System (SAS)

W dule #15-Project Evaluation S
County-district number or vendor |D; 057916 I Amendment # (for amendments only):
Part 1: Evaluation Design. List the methods and processes you will use on an ongoing basis to examine the
effectiveness of project strategies, including the indicators of program accomplishment that are associated with each.
Response is limited to space provided, front side only. Use Arial font, no smaller than 10 point.

# Evaluation Method/Process Associated Indicator of Accomplishment

State-developed statistics on teacher turnover

Locally-developed statistics on teacher tumover

Identification of college programs that best prepare new teachers

Part 2: Data Coliection and Problem Correction. Describe the processes for collecting data that are included in the
evaluation design, including program-level data such as program activities and the number of participants served, and
student-level academic data, including achievement results and attendance data. How are problems with project delivery
to be identified and corrected throughout the project? Response is limited to space provided, front side only. Use Arial
font, no smaller than 10 point.

The Coordinator of Recruitment, Induction, and Retention will be directly responsible for all action items and leading
continuous improvement efforts. All training sessions for mentors and administrators will be documented through
announcements, agendas, participant sign-in sheets, and end-of-session evaluation feedback forms. The Coordinator
will closely monitor the project timeline to ensure activities are progressing as approved and objectives are being
accomplished.

The Coordinator will receive monthly updates from the campus mentors on the attainment of goals/objectives and
feedback on areas of concern. The Mentors will provide feedback on their mentees progress as noted through activities,
conversations, and observations.

The Coordinator will collect and analyze teacher and student assessment data (STAAR, DIBELS, SRI, End-of-Course,
etc.) to be provided by use of the SAS EVAAS methodology. Using this tool, value-added scores for individual classroom
gain are based on a research-based rubric and correlate to how much a teacher’s classroom gains in student
achievement. Teachers who do not teach subjects tested through STAAR will use Student Learning Objectives. The
districts Accountability and Continuous Improvement Department will also provide assessment, demographic, and
attendance data. The Coordinator will obtain hiring and retention information from the HR Department.

Surveys will be created locally and through outside services to collect detailed feedback from teachers and
administrators. The Coordinator along with the Assistant Superintendent of Human Resources and Executive Director of
Grants and Entitlements will collaborate with other expert staff to develop items-and.interpret results.

The Coordinator will provide the Assistant Superintendent and Executive Director with a formal debrief of what is working
well and what needs improvement monthly. Based upon feedback, the Coordinator will adjust the program details as
needed after consultation with all stakeholders. Changes to the program will be communicated to the administrative staff
through the Superintendent Advisory Council; to the teachers through meetings and emails; and to other stakeholders
through the district website, emails, and campus meeting.

Retention/Recruiting
5. | Analysis

Project data tracking to 1. | Number of new teachers participating
1. | assess implementation 2. | Number of mentors participating
3. | Activity logs, training sign-in sheets, meeting agendas
Teacher Performance 1. | SAS EVAAS value-added scores
2. | Analysis 2. | Teacher Evaluation scores
3. | Mentor evaluations of mentees
Student Performance 1. | Curriculum benchmark scores
3. | Analysis 2. | Student Learning Objectives assessments
3. | STAAR testing results
Surveys 1. | Mid-year and year-end surveys of mentors, mentees, and principals
4, 2. | District-wide campus climate survey (annual)
3.
1,
2.
3.

Change§ on this pégé .!"l.ave been confirmed Wlt :
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1y oaStatu’tgry Require@eg L

County-dtstnct number or vendor 1D: 057916 | Amendment # (for amendments only)
Statutory Requirement 1: Reqgulred - Describe the components of the induction system, including a mentorship or
instructional coaching program, with details such as mentor selection and tralning, mentor stipends, mentor/mentee
meetings and release time, and mentee observation opportunities. Response is limited to two pages, front slde only.
Use Aral font, no smaller than 10 point.

. :-_‘.' . _: ;‘

Richardson ISD seeks to recruit and retain effective teachers through mentoring and induction. Mentoring, which is
loosely defined as helping guide another person in a particular area, Is often cited as critical to new teacher success.
Therefore, the mentor's role is to provide support for and promote growth in the new teacher, and help orient the new
teacher—who has just been given a full schedule and full classroom. Mentoring Is multifaceted and includes being a
dedicated mentor, as well as helping the new teachar remain posltive during that first critical year of teaching. This may
include being avallable to the new teacher for informal conversations, providing feedback, modeling how lessons should
be taught, and assisting with planning lessons and assessments.

Induction activities, which include familiarizing the new teacher to school and district policies and procedures, have been
shown to help keep teachers in the classroom or In the field of education, and are considered a vital part in teacher
retention. New teachers often have significant difficulties when first entering the classroom, as they have not spent
sufficient time learning “how” to be a teacher on thelr own. Thus, most are not significantly prepared to handle the
multiple tasks the classroom teacher must undertake: teaching the class, managing the students and the daily routine,
and responding to parent concerns and requests in a professional and timely manner. Therefore, Richardson 1SD will
asslst new teachers through comprehensive new teacher induction.

Comprehensive new teacher induction includes not only palring new teachers with veteran teachers, and providing them
with time to collaborate with their mentors and team members, but also includes providing time for reflection on the day’s
activities, such as what went well, and where there are areas for improvement. In addition, induction activities will be
tailored to prepare teachers for their specific roles within grade levels and subjects, incliding pedagogy as well as
physical and emotional growth and expectations. For example, teachers who teach young teenagers need to be
prepared to face the challenges of working with students who are undergoing rapid emotional and physical changes.

Richardson 1SD will pair new teachers with mentors who either teach the same subjects or who are in the same grade
level help reduce the likellhood of a new teacher leaving the profession. Through the System for Effective Educator
Development (SEED) structure, principals will provide time weekly for the mentor teacher and new teacher to
collaborate. Weekly Collaborative Learning Communities (CLCs) also allow for timely, job-embedded tralning on a
conslstent basis. Collaborative LeamIng Leaders (CLLs) will serve as informal mentors to provide support in other critical
areas to help retain effective teachers. CLLs will provide coaching on best instructional practices; observe and evaluate
teacher performance; and provide individualized support based on formative and summative evaluation data from
student achievement, student growth, and teacher observations, High-quality professional development on the campus
increases teacher efficacy, job satisfaction, and colleglality which in turn impact recruitment and retention of effective
teachers in high-need scheols.

The six identified campuses currently under the Teacher Incentive Fund are provided with strategic compensation for
mentor teachers, master teachers, learning leaders, and leaming facllitators. These teachers specifically work to
increase student performance by affecting teacher professional growth. These career pathways provide a stipend of
$5000 per year for mentorfiearning facilitators and $10,000 per year for master/leaming leaders for the additional work
as campus leaders. This grant would allow for a district-wide compensation plan for mentors at all campuses.
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Richardson ISD will conduct multiple observations using the Stronge Teacher Effectiveness Performance Evaluation
System (TEPES). TEPES uses the Goals and Roles Performance Evaluation Model® developed by Dr. James Stronge
for collecting and presenting data to document performance based on well-defined job expectations. TEPES allows
evaluators to examine multiple measures, including instruments, classroom artifacts, and student surveys.

Observation Rubric: The instrument is based on thirty-eight performance indicators in the areas of Professional
Knowledge, Instructional Planning, Instructional Delivery, Assessment offfor Learning, Learning Environment,
Professionalism, and Student Progress (this component will be met through use of value-added and Student Leaming
Objectives). The performance indicators are examples of the types of performance that will occur if a standard is being
successfully met. The list of performance indicators is not exhaustive, is not intended to be prescriptive, and is not
intended to be a checklist. Further, all teachers are not expected to demonstrate each performance indicator. Evaluators
use a four-point scale, where a score of a score of 1 indicates ineffective, a score of 2 indicates partially effective, a
score of 3 indicates effective, and a score of 4 indicates highly effective performance on a component.

Teachers will be evaluated through both announced and unannounced observations by multiple evaluators. The
evaluation team includes the campus principal and a peer evaluator, the Collaborative Learning Leader. Using multipie
evaluators provides a higher degree of objectivity and feedback from multiple sources. Each teacher will be observed at
least once during the fall semester and once during the spring semester. All formal observations will include a classroom
observation of at least 20 minutes. Informal observations and walk-throughs will also be used in teacher evaluations and

may be of shorter duration.

Observer and Teacher Training: Teachers will recelve two days of training on the TEPES. Evaluators must participate
in training and certification to ensure they are accurately and consistently rating teacher effectiveness. Stronge &
Associates provides rigorous training and testing of all evaluators aligned with the evaluation instrument. All new
observers participate in three days of training through the My Leaming Plan Elevate online system. The onlfine system
includes video-based training in content and process of the evaluation system and inter-rater reliability tralning.

Pre-and Post-Observation Meetings: A pre-conference may be conducted at the request of the teacher or the
administrator. A Documentation Log is used to organize the multiple data sources included in the evaluation and
provides the teacher with an opportunity for self-reflection, allows demonstration of quality work, and creates a basis for
two-way communication with an evaluator. The emphasis is on the quality of work, not the quantity of materials
presented.

Post-conferences are required after each formal evaluation. During the post-conference, teachers will receive timely
feedback by their evaluator in order to identify areas for instructional improvement. This offers teachers the opportunity
to plan how to address any weaknesses and build on strengths identified during the evaluation. My Learning Plan
OASYS is a customizable online data collection, management, and reporting system that allow supervisors to view
specific test results and provide feedback to teachers.

Richardson ISD's teacher-evaluation system includes three-measures: (1)-individual academic.growth, (2) school-wide.
academic growth, and (3) teacher observation scores utilizing a rigorous, research-based observation tool.
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evaluations, the timing (when and how long) of formal evaluations, and the process and content of summative evaluation
meetings. Response is limited to two pages, front side only. Use Arial font, no smaller than 10 point.

Classroom Academic Growth: Individual academic growth is determined using classroom value-added data (for
teachers In state-level tested grades and subjects) and Student Leaming Objectives (SLOs). A description of each
measure is provided below.

The statistical method commoenly known as “value-added” is one measure used to measure growth at the classroom
level. Unlike traditional attainment measures, value-added scores reward the growth of all students, not only those
students who meet state and national standards. The difference between a student's predicted performance on a
standardized exam and their actual performance is attributed to their teacher's effectiveness. The Texas assessment
system is structured to ensure that the value-added calcutations for all students in tested grades and subjects can be
determined. Tests must be scaled and vertically allgned or capable of being equated through statistical means,;
therefore, the tests that will be used for this measure include STAAR Reading and Math (grades 4-8) and STAAR End of

Course.

Student Learning Objectives (SLOs) are measurable, focused, academic-centered goals that describe what students
should know or be able to do at the end of an interval of instruction. Prior to defining and writing an SLO, teachers
conduct a review of student data to determine the areas of significant need for the student. Once the area of need and a
focused objective have been identified, teachers monitor student progress towards that objective. At the end of an
interval of instruction, students are asked to demonstrate what they know or what they can do relating to that SLO.
Teachers In all grades and subjects will use SLOs as a part of the teacher evaluation system.

School-Wide Academic Growth: Value-added data is also examined at the campus level using a composite rating of
all teachers' classroom value-added scores. The school-wide value-added component provides the incentive for
teamwork and collaboration, and gives teachers motivation to help each other improve their padagogical skills. The
school-wide component s also included in the bonus system because of the synergy among all teachers that is
necessary to make the school better as a whole.

Teacher Observation Scores: The Stronge Teacher Effectiveness Performance Evaluation System (TEPES) uses the
Goals and Roles Performance Evaluation Model® developed by Dr. James Stronge for collecting and presenting data to
document performance based on well-defined job expectations.

TEPES allows evaluators to examine multipie measures, including observation scores, teacher self-evaluations,
classroom artifacts, and student surveys. A Documentation Log is used to organize the multiple data sources included in
the evaluation and provides the teacher with an opportunity for self-reflection, allows demonstration of quality work, and
creates a basis for two-way communication with an evaluator. The emphasis is on the quality of work, not the quantity of
materials presented.
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The evaluation instrument is based on thirty-eight indicators in the areas of Professional Knowledge,
Instructional Planning, Instructional Delivery, Assessment offfor Learning, Learmning Environment,
Professionalism, and Student Progress (this component will be met through use of value-added and SLOs
described above). The performance indicators are examples of the types of performance that will occur if a
standard is being successfully met.

The list of performance indicators is not exhaustive, is not intended to be prescriptive, and is not intended to
be a checklist. Further, all teachers are not expected to demonstrate each performance indicator. Evaluators
use a four-point scale, where a score of a score of 1 indicates ineffective, a score of 2 indicates partially
effective, a score of 3 indicates effective, and a score of 4 indicates highly effective performance on a
component. Evaluators must participate in training and certification to ensure they are accurately and
consistently rating teacher effectiveness.

Teachers will be evaluated two times annually through both announced and unannounced observations by
multiple evaluators. One observation will occur during the fall semester and one observation will occur during
the spring semester. All formal observations will include a classroom observation of at least 20 minutes.

A pre-conference may be conducted at the request of the teacher or the administrator. Informal observations
and walk-throughs will also be used in teacher evaluations and may be of shorter duration. The evaluation
team includes the campus principal and a peer evaluator, the Collaborative Learning Leader. Using multiple
evaluators provides a higher degree of objectivity and feedback from multiple sources.

During the post-conference, teachers will receive timely feedback by their evaluator in order to identify areas
for instructional improvement. This offers teachers the opportunity to plan how to address any weaknesses
and build on strengths identified during the evaluation. My Learning Plan OASYS is a customizable online
data collection, management, and reporting system that allow supervisors to view specific test results and
provide feedback to teachers.
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The EEIP grant will allow Richardson ISD to intentionally align systems for recruiting, promoting, developing,
evaluating, and compensating teaching talent to enhance not only teacher effectiveness, but also job
satisfaction and collegiality, which directly impact recruitment and retention of effective teachers in high-need
schools. Crucial to this alignment is the use of Collaborative Learning Communities (CLCs) during the school
day where learning strategies can be shared and developed in a timely manner.

A key element of the district’s initiative is the use of Collaborative Learning Leaders (CLLs) and Collaborative
Learning Facilitators (CLFs) as mentors and developers of pedagogical strategies. These teacher leaders will
create the content used in weekly CLC meetings and use data from the classroom to help create strategies
that will be applicable to the students that they serve.

CLCs aliow for people to learn together and are composed of collaborative members who work interpedently
to achieve common professional development goals. Members of a CLC capitalize on the resources and
skills of each member to encourage growth on a campus. They also promote the collective responsibility of all
educators on a campus by aligning teacher, campus, and district goals.

The System for Effective Educator Development (SEED) and Teacher Advancement Program (TAP)
structures provide opportunities for educators to improve effectiveness through individualized need in a
collaborative environment. These needs are identified through the evaluation process. In addition, the SEED
and TAP employ multiple forms of data to drive professional development content and negate an adversarial
approach and instead promote an environment in which all teachers can give and receive feedback.
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Based on field experience and research, we know that timely job-embedded professional development works best when
it occurs during the school day and when the content is tailored to the specific needs of teachers and the students they
serve. Richardson ISD will implement SEED (the System for Effective Educator Development), developed by the Texas
Center for Educator Effectiveness {TxCEE), as a systemic reform effort aligned with the Stronge Teacher Effectiveness
Performance Evaluation System, as well as the district's curriculum, programs, and initiatives. SEED is a district-wide
professional leaming system for educators including teachers, principals, and district leaders that utilizes Collaborative

L earning Communities (CLCs). The district receives ongoing training and support from TxCEE staff to ensure that SEED
is improving teacher effectiveness on the campuses.

Timely, job-embedded training will occur at the campus level on a consistent basis during the course of the grant using
the SEED model. Teacher leaders, known as Collaborative Leaming Leaders (CLLs) and Collaborative Learning
Facilitators (CLFs), will work with instructional staff on their campus to target areas of need identified through student
achievement data and teacher evaluation scores. Campus principals and teacher leaders will be required to ensure that
weekly professional development is provided that incorporates new instructional strategies gleaned from these data. All
teachers will be required to use their evaluation results to develop skills that increase his/her proficiency.

Teacher Leaders: SEED employs two types of teacher leaders at the campus level. CLLs oversee the professlonal
development on a campus using teacher and student data and participate as a member of the Teacher and Campus
CLCs. They also monitor and support the CLFs to ensure that effective planning of Collaborative Learning Communities
occurs and conduct formal and informal teacher evaluations. CLFs are responsible for facilitating and preparing the
weekly job-embedded professlonal development and participate as a member of the Teacher and Campus CLCs.

Collaborative Learning Communities (CLCs): Through SEED, campus principals and teacher leaders meet during
the school day with their teachers. Schools restructure their schedules to establish time for this job embedded
professional development. The focus for the CLCs will be on instructional practices as determined by teacher evaluation
results as well as analysis of student progress on state standards. Collaborative leaming communities are strengthened
when members think, plan, reflect and share solutions with each other through the use of protocols. A protocol consists
of agreed upon guidelines for a conversation and permits focused conversations to occur. Protocols can be used for
looking at student and adult work, giving and receiving feedback, solving problems or dilemmas, observing classrooms
or peers, structuring discussion around a text, and to push thinking on a glven issue.

Collaborative Learning Facilltators (CLFs) lead the CLC meetings for the teachers using protocols. The school principal
and other administrators are expected to participate in and monitor this professional development to ensure the content
is aligned with district inltiatives as well as campus goals. The SEED framework for CLCs promotes this alignment
because it offers weekly Teacher CLC meetings comprised of teachers and teacher leaders; bi-weekly Campus CLC
meetings comprised of campus leadership; monthly Principal CLCs comprised of campus administrators; and monthly
District CLC meetings comprised of campus and dlstrict leaders.
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Data Driven Professional Development: Through SEED, the district regularly analyzes the results of student and
teacher evaluation data to target areas of instructional focus. The Teacher CLC structure ensures that teachers
effectively transfer the new instructional technigues they learn to the classroom. Teachers will also receive individualized
support in their classrooms from CLLs and CLFs. This support is based on the needs of the teacher and may vary from
lesson planning to model teaching in the classroom. Through these processes, students in the district will have greater
access 1o results-driven instruction.

Throughout the course of the year, campus principals will be required to review data from the evaluation system to
assess the impact of SEED on teacher growth. As a result of focused, high-quality professional development on the
campus, teacher efficacy increases, which leads to gains in student achievement. Richardson 1SD will provide ongoing
individualized professional development for teachers through the SEED structure using evaluation results as well as
student achievement data. Teachers will be required to reflect on teaching on a regular basis in conjunction with data
from the evaluation system consisting of (1) classroom academic growth, {2) school-wide academic growth, and (3)
teacher observation scores. CLLs and CLFs will work with teachers to examine both student attainment and student
growth data to provide a more comprehensive picture of teacher and campus effectiveness in raising student
achievement. Teacher observation scores, teacher self-evaluations, classroom artifacts, and student surveys also allow
teachers an opportunity for self-reflection to address any weaknesses and build on strengths identified during the
evaluation. By refiecting, educators continually challenge themselves to improve their instruction and leadership.

Some of our campuses will fall more under the Teacher Advancement Program (TAP). TAP employs a similar
methodology and process structure, while their terminology varies. TAP refers to teacher mentors and master teachers
in Professional Learning Communities. Their functions are similar to the CLFs, CLLs, and CLCs described above.
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Richardson ISD will provide additional compensation for teachers who are deemed effective through the teacher
evaluation system, as well as teachers who take on additional responsibilities and leadership roles through the SEED
model. Finally, recruitment incentives will be given to teachers in hard-to-staff subject areas.

Parformance-Based Compensation for Effective Teachers: Through the Texas TiF Project, Richardson ISD provides
performance-based financial rewards for teachers based on three components. teacher observation scores, school-wide
academic growth, and individual academic growth. Teachers must be deemed “effective” or higher in order to be eligible
for performance based compensatlon. Teachers are eligible for a performance-based award of up to $2,000 peryear.

For teachers with regular Instructional responsibilities, 40% is based on classroom evaluation derived from the summative
rating on the Stronge Teacher Effectiveness Performance Evaluation System, which domains include both observable
and non-observable components. Teacher evaluators collect but do not rate evidence; rather, evaluators rate the
performance standard and the final evaluator at the end of the year determines the summative observatlon score based
on the evidence gathered throughout the year.

The remaining 60% of the teacher performance-based compensation is based on student growth. Student growth is
broken down further into school-wide academic growth using school level value-added data (20%) and classroom
academic growth using classroom value-added data for teachers in state-level tested grades and subjects and Student
Leaming Objectives (SLOs; 40%).

Using the SAS EVAAS methodology, value-added scores for individual classrocom gain are based on a 5-point rubric and
correlate to how much a teacher’s classroom gains (or does not gain) in student achievement. A score of 3 means that
the aggregate growth of all students in a teacher's class has met a year's growth. A score of 5 is two or more standard
deviations above the predicted value and a score of 4 is one to two standard deviations above the predicted value. The
minimum value-added score to be eligible for pay is at least a year's worth of growth or the student’s predicted growth
based on prior achievement.

If a teacher does not teach a state-tested subject, such as art or P.E., or his/her classroom does not meet the
requirements to receive a value-added report then their classroom academic growth will be based solely on SLOs. SLOs
are targets of student growth based on a thorough review of data reflecting students’ baseline skllls. Teachers will write
up to three SLOs and the scores are averaged together for a final SLO score.

Salary Augmentations for Teacher Leaders: Through the System for Effective Educator Development (SEED)
structure, teacher leaders will be monetarily rewarded for taking on additional responsibilities and leadership roles.
Collaborative Leaming Leaders (CLLs) and Collaborative Leaming Facilitators (CLFs) monitor goal setting, classroom
follow-up/support, and goal attainment for Collaborative Learning Communities. CLLs and CLFs also assess teacher
evaluation results and maintain inter-rater reliability. There are three CLLs and six CLF's on each campus. Both CLLs and
CLFs receive a salary augmentation of $5,000-$10,000 per year for their additional responsibilities and leadership roles.
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Statutory Requirement 6: Requlred - Describe the strategic compensation plan that differentiates compensation, such
as compensation based on responsibllities most closely aligned to Improving students’ performance and teachers’
pedagogical growth, or teacher compensation based on market supply and shortage needs. Response is limited to two
| pages, front side only. Use Arial font, no smaller than 10 point.

This grant will allow the six identified campuses currently under the Teacher Incentive Fund to receive strateglc
compensation for mentor teachers, master teachers, leaming leaders, and leaming facilitators. These teachers
specifically work to increase student performance by affecting teacher professional growth. These career pathways
provide a stipend of $5000 per year for mentor/leaming facllitators and $10,000 per year for master/leaming leaders for
the additional work as campus leaders.

This grant would allow for a district-wide compensation plan for mentors at ail campuses. Data indicate that the district's
teacher tumover rate Is at 17.8%, a five year high, compared to the state turnover rate which is at 15.3%. Most notably,
local statistics indicate that teacher tumover is much higher among teachers with 0-2 years of experience. Local
statistics also indicate that the district loses a significant number of new experienced teachers. The implication of such
data is the need for a mentor program that supports both novice teachers as well as new experienced teachers. Using
grant funds, the district plans to strategically compensate mentors.

Focus groups of mentors and mentees have communicated the need for differentiated mentor programs. Novice
teachers communicated differing needs from new experienced teachers. The Coordinator of Recruitment, Induction, and
Retention will explore the differing needs to ensure that mentor program activities are differentiated and strategically
based on needs. Mentors will receive strategic differentiated pay based on whether they support a novice teacher who
may require additional support or a new experienced teacher who may require less support. Differentiated pay for
mentors will be no less than $200 and no more than $500 each year for up to two mentees each. Novice teachers may
require mentor support for two consecutive years and new experienced teachers may require support for one year. The
mentor program will employ best practices such as the Texas Beginning Educator Support System (TxBESS) Resources
and Professional Davelopment for Mentoring provided through the Education Service Center — Region X.

Focus groups of mentors and mentees have alsc communicated the need for planning and observation time. This grant
will provide the benefit of a planning/observation day that is compensated or financed by the grant. This professional
development opportunity will be monltored by campus administration to ensure that planning and observation is
strategically connected to the new teacher's professional needs as well as student needs. The mentor will submit
documentation that refiects professlonal growth or the need for additional support. A substitute will be compensated at
the district approved rate.
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smaller than 10 point.

District Criticai Needs: The grant's Coordinator of Recruitment, Induction, and Retention will conduct an annual needs
assessment which will include identifying shortage needs at both elementary and secondary level. Historically, the
District's needs include secondary teachers in the areas of math, science, dual credit courses, and foreign languages
which require the teacher to hold a Master's Degree in specific content areas, Career and Technology Education which
require specialized certifications and licenses, and Special Education. At the elementary level, prior needs include
bilingual and special education teachers. At both levels, the Board of Trustees has challenged Human Resources to
attract and hire a diverse staff that reflects the diversity. This challenge has been faced with a lowered pool of minority
applicants, such as Hispanics, African Americans, males, etc.

Comprehensive Analysis: To address these needs and to establish benchmarks, the Coordinator of Recruitment,
Induction, and Retention will conduct a comprehensive analysis of recent hires; historically, the district has identified new
hires' certification route and graduation programs. This analysis will help identify and target future recruiting sites and
certification programs (i.e. alternative certification programs) that can potentially yield additional hires. Additionally, the
analysis will identify the number of graduates from each university program as well as the graduates’ certifications,
racelethnicity, and gender. The Coordinator of Recruitment, Induction, and Retention will conduct a similar analysis of
university programs that were not targeted in previous years. The comprehensive analysis will aim to inform and develop
a recruiting program that is data driven. The Coordinator of Recruitment, Induction, and Retention will also research best
practice employed in other districts to further develop a comprehensive analysis.

Recruiting, Early Hiring, Strategic Compensation: Recruiting is a continuing process that encompasses attending
professional job fairs, university career fairs, and conferences as well as grassroots efforts such a grow-your-own
teaching program at the secondary level and word-of-mouth referrals. Following the comprehensive analysis, the
Coordinator of Recruitment, Induction, and Retention will establish an early recruiting program that begins in the fall
semester and continues into the spring semester. The Coordinator will also attend newly identified recruiting sites or
activities that may potentially yield teachers for shortage areas. The recruiting goal is to identify teachers who help meet
the district's critical needs, notwithstanding an understood desire to find highly-qualified teachers in all areas.

Human Resources employs an early hiring practice known as an “Open Offer of Employment.” An Open Offer of
Employment is a written commitment to employ an applicant prior to initiating or finalizing the application process. These
offers are provided throughout the year, usually at recruiting events. The offer is contingent on the applicant's ability to
meet all hiring criteria and Board approval once the application process is complete. The offer provides the applicant
with the benefit of knowing they have a reasonable assurance of employment as well as benefiting the district by
securing teachers early in the hiring process that will serve in critical shortage areas. The Coordinator of Recruitment,
Induction, and Retention will be given authority to employ the Open Offer of Employment.

Currently, the district lacks an ability to compete with surrounding districts that also offer early commitments of
employment coupled with a pay incentive. The grant will provide the district with the ability to compete with other districts
and offer teachers an additional pay incentive to experienced teachers who are willing to serve in high-needs schools
and/or critical need areas. To secure teachers early in the hiring process, the Coordinator of Recruitment, Induction, and
Retention will have-the authority-to-provide a recruitment incentive to shortage areas to teachers in the amount na less
than $1,000 and no more than $5,000. High need schools also struggle to attract effective, experienced teachers with
more than four years of teaching experience. This grant will provide the opportunity to strategically attract teachers to
high need schools and compensate them in the amount of $1,000 and no more than $5,000.
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Statutory Requirement 8: Preferred - Describe the multiple career pathways for classroom teachers that provide
addltional opportunities for advancement through responsibillties such as campus leadershlp, mentorship, instructional
coaching, directing collaboration activities, observing teachers, or providing pedagogical professional development to
teachers and administrators. Response is limlted to two pages, front side only. Use Arial font, no smaller than 10 point.

Through the Teacher Advancement Program (TAP) teachers pursue a variety of positions throughout their careers —
career, mentor, and master teacher — depending upon their Interests, abilitles and accomplishments. As they move up
the ranks, their qualifications, roles and responsibilities increase along with their compensation. This allows good
teachers to advance professionally without having to leave the classroom. It also creates expert teacher leaders within
schools to provide support to other teachers.

Master and mentor teachers are chosen through a competitive, rigorous, performance-based selection process. Master
and mentor teachers must have expert curricular knowledge, outstanding instructional skills and the ability to work
effectively with other adults. They take on additional responsibilities and authority, and are required to have a longer
work year. Master and mentor teachers are held to a different performance standard than the career teachers in their
school, and are compensated accordingly.

Along with the principal, master and mentor teachers are part of the school's Leadership Team and are responsible for
setting specific annual student leaming goals. They oversee all TAP activities aimed at meeting these goals including
extensive group and individual coaching and support. Masters and mentors, along with the principal, also conduct
teacher evaluations that are tied to teacher performance awards. TAP provides training and certification services to
prepare princlpals, masters and mentors to conduct professional growth activities and teacher evaluations effectively.

Through the System for Effective Educator Development (SEED) structure, teacher leaders work with instructional staff

on their campus to target areas of need identlfied through student achievement data and teacher evaluation scores.
Campus princlpals and teacher leaders will be required to ensure that weekly professional development is provided that
incorporates new instructional strategles gleaned from these data.

Collaborative Leaming Leaders (CLLs) will ensure that weekly professional development is provided to teachers during
the school day through Teacher Collaborative Leaming Communities (CLCs). The focus for the Teacher CLCs will be on
instructional practices as determined by teacher evaluation results as well as analysis of student progress on state
standards. In addition, CLLs guide large job-embedded professional development utilizing teacher and student data on
campus professional development days and other staff development time, menitor and support Collaborative Learning
Facilitators (CLFs) In leading effective Teacher CLCs, observe and evaluate teacher performance during classroom
instruction, provide coaching to CLFs and classroom teachers on best instructional practices for students, and
participate as a member of the Teacher and Campus CLCs. There is one CLL per campus.

CLFs wlll facilitate and prepare materials for weekly job-embedded CLCs, collaborate with the CLL to support teacher
and student goals, and participate as a member of the Teacher and Campus CLCs. There is one CLF per Teacher CLC
on each campus.

CLLs and CLFs willl receive training to assist them in working through reflective protocols to analyze their practice,
support and coach teachers, and plan effective professional development.
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Statutory Requirement 9: If seeking waiver — Describe why waiving the identified section of the TEC is necessary to
carry out the purposes of the program as described by the TEC, §21.7011. Response is limited to space provided, front
side only. Use Arial font, no smaller than 10 point.

NA

Statutory Requirement 10: If seeking waiver — Describe the evidence used to demonstrate approval for the waiver by a
vote of a majority of the members of the school district board of trustees. Response is limited to space provided

NA
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Statutory Requirement 11: If seeking waiver — Describe the evidence used to demonstrate approval for the walver by a

vote of a majority of the educators employed at each campus for which the waiver is sought. Response is limited to
space provided, front side only. Use Arial font, no smaller than 10 point,

NA

Statutory Requirement 12: If seeking waiver — Describe evidence used to demonstrate that the voting occurred during
the school year and In a manner that ensured that all educators entitied to vote had a reasonable opportunity to
participate in the voting. Response is limited to space provided, front side only. Use Arial font, no smaller than 10 point.

NA

Changes on this page have been confirmed with:

On this dale:

Via telephonefax/emalt {circle as appropriate) By TEA staff person:

RFA #701-14-101; SAS #181-14

Page 36 of 39
2014-2016 Educator Excellence Innovation Program



Texas Education Agency __ Standard Appl:catlon System (SAS)
- hex ;:'I?EX Program Requirefrients; - " SR
County—dlstnct number or vendor ID 057916 | Amendment # (for amendments only)

TEA Program Requirement 1: Provide a needs self-assessment, detailing the challenges the applicant faces in

implementing the practices of their local educator excellence Innovation plan without grant funds. Response is limited to
space provided, front side only. Use Arial font, no smaller than 10 point.

The practices currently in place, which will provide the foundation for the Richardson Educator Advancement
Program (REAP), are now funded through the Teacher Incentive Fund (TIF) grant and the District Awards for
Teacher Excellence (DATE) grant. With TIF funds decreasing each year and the ending of the DATE funds,
the EEIP grant funds are needed to supplement the continuation and expansion of these programs. Without
this grant Richardson |SD would be forced to drastically scale back mentoring to a smaller targeted
population and reduce campus support for teacher advancement in the six targeted campuses.

An inordinate amount of capital — both human and financial — is consumed by the constant process of hiring
and replacing beginning teachers who leave before they have mastered the ability to create a successful
learning culture for their students. Student achievement suffers, but high turnover schools are also extremely
costly to operate. Trapped in a chronic cycle of teacher hiring and replacement, these schools drain the
district of precious dollars that could be better spent to improve teaching quality and student achievement.

The district's leadership and Board of Trustees are focused on the critical situation of teacher recruitment and
retention, especially in some of the high-needs campuses and subject areas. Richardson ISD requires
additional resources and capacity to attract, develop, and retain highly effective teachers needed. The
Richardson Educator Advancement Program (REAP), as funded through this grant, would empower the
district to continue and expand activities for a high-level of success in improving both teachers and student
achievement. As our need increases, available funds on the local and State level continue to decrease.
Obtaining this grant is plvotal to the implementation of the Richardson Educator Advancement Program
(REAP). Without these funds, district efforts would be on a much smaller scale and somewhat fragmented.

To meet the goals In the District Improvement Plan and expectations of the Board of Trustees, Richardson
ISD needs the EEIP grant to fund a robust, comprehensive, and centrally coordinated program. These
practices and models that incorporate all aspects of teacher recruitment, mentoring, and career development
are necessary to meet the district's needs for:

A quality process to quickly build teacher capacity for increased student growth.

Increased retention rate of qualified teachers in the targeted schools, especially new teachers.
A teaching environment at the targeted schools that is more collaborative and collegial.

A strong learning support structure for new teachers, veteran teachers, mentors, and school
administrators to provide knowledge, experience, tools, processes, and resources.

« Career path options for all teachers that allow them to continue in the classroom, while being
promoted to higher rales and responsibilities with added pay/benefits.
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TEA Program Requirement 2: Provide a single, integrated timeline for the anticipated steps necessary to fulfill the plan
for each of the various practices in the local educator excellence innovation plan. Response is limited to space provided,
front slde only. Use Arial font, no smaller than 10 point.

The table below provides a single timeline based on start dates for handling the program steps.

Activity Start Date End Date
Hire Coordinator of Recruitment, Induction, and 04/01/2014 04/25/2014
Retention
Develop Mentor Program Handbook 04/25/2014 06/26/2014
Develop Mentor Program Training Materials 04/25/2014 06/26/2014
Develop Mentor Program Principal PD 04/25/2014 06/26/2014
Delineate characteristics/responsibilities of mentors 04/25/2014 05/09/2014
Recruit mentors for 2014-15 05/12/2014 06/05/2014
Provide Professional Development {(PD) for Principals 07/14/2014 06/01/2015
Match mentors/mentees 07/28/2014 08/08/2014
Conduct a comprehensive analysls that identifies 08/01/2014 10/01/2014
areas of high need and establishes a recruiting plan
Provide training to recruiters each semester that 08/01/2014 02/15/2015
ensures implementation of the recruiting plan
Train mentors/mentees 08/11/2014 08/15/2014
Support mentors/mentees 08/11/2014 06/01/2015
Develop a handbook that communicates the District's 10/01/2014 01/01/2016
critical need incentive plan
Attend job fairs at sites that yield a high number of 02/01/2015 06/01/2015
graduates with certifications in critical areas
Develop an evaluation document for all aspects of the 06/01/2015 09/15/2015
recruiting plan
Hire CLL/CLF Teachers 06/09/2014 06/26/2014
Train CLL/CLF Teachers 07/14/2014 07/18/2014
Support Collaborative Learning Communities 08/25/2014 ongoing
Write Student Learning Objectives 08/08/2014 10/17/2014
Evaluate mid-year and end-of-year results from the 02/01/2015 08/15/2015
Mentoring Survey results
Evaluate Campus Climate Survey results 02/01/2015 09/15/2015
Determine Value-Added Student Growth 05/11/2015 05/22/2015
Evaluate overall school performance at TIF4 schools 06/01/2015 09/15/2015
(STAAR test results and Surveys)
Evaluate teacher retention at TIF4 schools 06/01/2015 098/15/2016
Evaluate Student Engagement Survey results 06/01/2015 09/15/2015
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